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Abstract
The paper aims to present results of study examined leadership competencies during the economic turmoil in Lithuania, Latvia, 
Cyprus and Bulgaria. Challenges and change of generations conditioned by economical situation suppose re-thinking on 
leadership competencies and the need for purification of priorities while educating young leaders. The research indicated that 
leadership competencies consist of three blocks: (1) self-management competencies, (2) business management competencies and 
(3) people management competencies. Experts also assessed how young leaders dispose these competencies, and this allowed 
grounding of the need for development of leadership competencies relevant to young leaders during economic turmoil.
© 2014 The Authors. Published by Elsevier Ltd.
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1. Introduction
In the dynamic and unstable business environment there is a crucial question how organizations compete and how 
they are managed. During the economic turmoil leadership becomes critically important as the leaders are the basis 
of all human achievements and an assumption for competitiveness and survival. The purpose is to examine 
leadership competencies during the economic turmoil. 
After Stogdill (1974) identified the main leadership traits and skills, a constant scientific discussion continues on 
what challenges are facing leaders and what competencies should they dispose in order to overcome those challenges 
(Wolff, et all 2009; Avolio, 2009, et al.). Complexity of pending problems, specificity of the context supposed series 
of theoretical insights and empirical studies that reveal complexity of leadership as phenomenon and relevance of 
leadership competencies in different contexts. 
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Asree, et al. (2010) indicate the influence of leadership competency on responsiveness and performance of firms. 
Geoghegan & Dulewicz (2008) determined that there is a statistically significant relationship between a project 
PDQDJHU
V OHDGHUVKLS FRPSHWHQFLHV DQG SURMHFW VXFFHVV 0ĦOOHU 	 7XUQHU  VWXGLHG UHODWLRQVKLS EHWZHHQ
intellectual, managerial and emotional competencies and different projects types. Battilanaa, et al. (2010) examined 
the relationship between two managers' leadership competencies (oriented behaviors and task-oriented behaviors) 
and the likelihood that they would focus on three main activities (Communicating, Mobilizing and Evaluating) 
associated with implementation of planned organizational change. Bass (2007) highlighted a significance of strategic 
leadership; Levay (2010) highlighted an importance of Strategic vision and articulation, Personal risk, 
Unconventional behavior. Due to globalization the attention was given to leadership competencies necessary to 
global leader (Mendenhall, 2006; Caligiuri, 2006).
Bringing up-to-date different competencies of leadership in different contexts allows, on the one hand, formation 
of wide list of leadership competencies, however, on the other hand, it raises a question how these competencies are 
relevant in the long term perspective, for example, after cardinal change of economical situation. This question was 
raised by Sparks, etc. (2008) as well, however their study highlighted a political context. Having performed the study 
after the events of September 11 in the USA, they stated that leadership competencies important before 9/11 
remained important immediately after 9/11, 2 years after 9/11, and are still important today.
We face with the problem when global economical crisis influenced organizations by forcing them to think how 
organizations compete and how they are managed and young leaders who are entering today’s labour market in 
striving to create own business or to make a successful lodgment in operating organizations, and scholastic 
institutions that strive to match market’s needs and educate competent labour force. Therefore leadership becomes 
critically important, as great leaders are the basis of all human achievements. This is indicated by a large number of 
theoretical and empirical studies on the issue of leadership during the crisis period (Wooten & James, 2008; Heifetz, 
et al., 2009; Wang, et al., 2009; Probert & James, 2011; Mabey & Morrell, 2011; McCarthy, 2014, et al.).
Having analyzed descriptions of leadership competencies and their topicality in studies of different authors, there 
were purified three groups of leadership competencies. The group of self-management competencies consists of the 
following competencies: trustworthiness, agility, adaptability, self-control. These competencies are describing a 
leader as a personality able both to be stable in unspecified environment and to adapt to rapidly changing 
circumstances typical to crisis situation. The second group, group of business management competencies involves 
such competencies as Strategic thinking and planning, Creative problem solving, Negotiating, et al.. There is an 
assumption, that these competencies are important during crisis period, warranting business decision making and 
efficient business communication. The third group of competencies is related to People management skills. This 
group of competencies includes such competencies as Collaboration and teamwork, Managing conflict, Empowering 
others, et al., which allow warranting of efficient people management, which is a critical factor in crisis situation 
when financial resources are limited and the main task goes to leader’s human resources management abilities.
2. Method
A survey in the form of personal standardized interviews was conducted in Bulgaria, Cyprus, Latvia and 
Lithuania, aiming to explore and compare the perceptions and viewpoints of two groups of stakeholders: a) experts -
people representing the workplace, including experienced managers (HR managers, General Managers), company 
owners, leadership experts, academics/researchers, and b) young business leaders (YBLs), which consists of young 
university graduates from all fields of study and young professionals with less than five years of experience. In total 
there were interviewed 81 respondents in four countries: 40 experts and 41 young leaders.
The survey was conducted with the use of two questionnaires, each addressed to each stakeholder group: a 
questionnaire for YBLs and a questionnaire for experienced people, from the employers’ side. The two 
questionnaires contained similar questions in order to be able to compare and contrast the opinions of the two 
groups. Both surveys include the same behaviors and skills that respondents are being asked, the difference between 
the surveys conducted is that YBL’s lacking experience were asked to evaluate themselves and there is more focus 
based to find out what competencies are defined as preferences by Expert managers.
For the standard part of the questionnaire there were used statistical data processing packages. The factorial 
validation technique was applied for scales quality testing. This allowed grounding of competencies’ groups that 
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were formed in the theoretical part. Evaluation scales of leadership competencies were distinguished as possessing 
high methodological qualitative characteristics. Their inherent consistency coefficients are high enough, and reach 
limit of 0.910. High meanings also have other controlled indicators (L[.504-.954]; i/tt [.457-.910]; rmean [8.402-
8.886], etc.). It means that empirically obtained values can be combined into additive indexes and on their base to 
evaluate the expression of single skills dimensions as well as common list of leadership competencies in general. 
Theoretically valid distribution of indicators to factors is being treated as the main constructional validity argument 
for survey instrument.
3. Results
Leadership competencies were evaluated in point of view of importance in terms of future employability and 
importance of the competencies during economic turmoil, as well how young leaders dispose these competencies 
(Figure 1).
Figure 1. Importance and evaluation of leadership competencies
As shown in the picture, the importance of the skills during economic turmoil as well as in point of view of future 
employability is high enough. However the evaluation of these skills’ expression is notably lover. People 
management got especially low assessment.
Figure 2 shows the results of assessment of importance or evaluation of leadership competencies expression and 
the deviation of assessment from the average in different countries.
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Figure 2. Comparison of assessment of the leadership competencies in Bulgaria, Cyprus, Latvia and Lithuania
Analysis of experts’ opinions compatibility showed that evaluations of Bulgarian experts significantly differ 
(p_value<0.5) from the assessments of experts from Cyprus, Latvia and Lithuania. Only during evaluation of the 
importance of the people management in terms of future employability the opinion of Bulgarian experts reliably 
coincided with the opinion of Lithuanian experts (p_value=0.848). However, when taking into account the opinion 
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of young leaders, the situation changes. Despite Bulgarian young leaders are evaluating the importance of leadership 
skills higher than respondents from other countries, they are more pessimistic, however, while assessing expression 
of own leadership competencies. Nevertheless, their opinions significantly differ (p_value<0.5) from the assessments 
of experts of Cyprus, Latvia and Lithuania. It should be noted that opinion of young leaders of Cyprus, Latvia and 
Lithuania almost in all issues was reliably coincident (p_value>0.5,). Only in assessment of own business 
management skills, Latvian young leaders are more optimistic comparing to Cyprus, Bulgarian and Lithuanian 
young leaders.
4. Discussion
The study performed allowed a purification of the most important leadership competencies that are important 
during economic turmoil, identification of the lack of the leadership competencies in young leaders, and 
understanding whether there is a gap between the perceptions and viewpoints of industry and young people in 
relation to the most important employability skills needed by young people. Despite differing assessments, it is 
possible to distinguish specific common tendencies by purifying leadership compeencies that are importand both 
during employment and during the ecnomic turmoil, and young leaders often are lacking these competencies. First 
of all, these are leadership competencies, related to ability to make analytical decisions, to think strategic and to be 
able to plan actions as well as to be creative by problems solving. Also there are very important people management 
competencies: to collaborate and work in team, communicate effectively with colleagues, build networks and 
connections and motivating others. If these competencies can be educated independently, at work place and in 
different classes, then the skills related to decision making require close cooperation of experienced managers and 
young leaders intercepting knowledge and experience of experts, thus avoiding costly mistakes in business. On the 
other hand, close cooperation of the parties during young leaders’ education would accelerate business development 
as well, allow young leaders to feel peculiarities of global business context, to become familiar with business 
peculiarities in different countries and exchange experience, and stimulate their entrepreneurship and more rapid 
acquiring of leadership competencies.
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